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ABSTRACT 
Employment and unemployment levels and trends are crucial in assisting any 
government to track the performance of its economy and measure the level of success 
of its macroeconomic strategies. Studies conducted by the International Labour 
Organisation (ILO) have placed South Africa amongst the countries that have the 
highest levels of unemployment in the world and reports by Statistics South Africa 
indicate an increase in unemployment levels every year.  
The Department of Labour’s (DoL) mandate is driven by the overall Government 
Service Delivery Outcome, which talks about improving the quality and accessibility of 
labour market services to contribute to decent employment through inclusive growth. 
This research study was prompted by the fact that the South African Government, in 
its pursuit to fight unemployment through the DoL, has established Public Employment 
Services (PES). This is ‘Programme 3’ of the Department of Labour. 
The primary function of the Public Employment Services directorate in the DoL is to 
register unemployed and under-employed employment seekers with the aim of 
integrating them into the labour market. The service equips the employment seekers 
registered on the DoL Employment Services of South Africa data base with 
employment counselling and matches them with opportunities brought to the DoL by 
employers. 
The aim of the research was to investigate the role of Public Employment Services 
programmes at the DoL in alleviating unemployment by guiding employment seekers 
registered on the department’s employment services of South Africa (ESSA) database 
to secure employment.  
The research adopted an interpretivist paradigm as it aimed to investigate the reality 
and understand it within its context. It uncovered the context of the reality associated 
with the research by closely perusing data from three regional offices in the Gauteng 
Provincial Office with specific reference to the City of Tshwane. 
The study utilised document analysis and a desktop review of existing secondary data 
relating to the implementation of PES in the DoL. This included relevant and available 
information in the form of books, academic journals, policy documents, legislation, 
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annual performance reports, strategic plans, media reports, minutes of PES branch 
meetings and PES Standard Operating Procedures (SOPs).  
The study uncovered a number of challenges that prevented PES programmes from 
fully achieving their intended goal of alleviating unemployment, particularly in the study 
area of Tshwane. These include information and communications technology (ICT) 
challenges, human resource limitations, non-alignment with legislation, non-uniformity 
in following the SOPs, lack of commitment by the DoL to market the service in order 
to attract employers to use it to source employees. 
The research revealed that PES has the potential to alleviate unemployment. The DoL 
needs to focus on the system and on devising strategies to fix the ICT as a top priority, 
as most of the challenges noted in PES stem from the poor performance of the system. 
KEYWORDS? 
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CHAPTER 1 
1.1 INTRODUCTION AND BACKGROUND TO THE STUDY 
If a government is to track the performance of its economy and the success or failure 
of its macroeconomic strategy, it has to have a coherent and consistent overview of 
the levels and trends of employment, unemployment and wages (Klasen and Woolard, 
1991:1). According to the International Labour Organisation, South Africa (SA) has the 
highest rate of unemployment in the world. The International Labour Organisation 
(ILO) indicates that, of the ninety countries for which comparable labour force survey 
data exists, South Africa’s unemployment rate is three times higher than the median; 
similar to that in the West Bank and Gaza Strip and is exceeded only by the war torn 
regions of Kosovo and Macedonia (Nattrass, 2014:87). 
Unemployment has been defined as not having engaged in any economic activity over 
the previous seven days but wanting to work, being available to work and having taken 
active steps to find work (Graham, 2006:3). The official unemployment rate for South 
Africa, according to Statistics South Africa (Stats SA), increased from 22% in 1994 to 
25% in 2014 (Stats SA, 2014) and was standing at 24.5% in the first quarter of 2016 
(Stats SA, 2016). This figure excludes those persons who are unemployed but are not 
covered under the definition of unemployment as described above. These are persons 
who, although unemployed, are not actively searching for employment. Stats SA 
(2014) reports that the expanded rate for unemployment in SA was 35% in both 1994 
and 2014. 
1.1.1 Role of Department of Labour (DoL) 
What role does the Department of Labour play in addressing the challenge of 
unemployment in the country?  The National Development Plan (NDP) set an 
employment target of creating 11 million new jobs by 2030 (National Planning 
Commission, 2013). The Department of Labour’s legislative framework is informed by 
the South African Constitution, Chapter 2 and the Bill of Rights: Section 9, “to ensure 
equal access to opportunities”, Section 10, “promotion of labour standards and 
fundamental rights at work”, Section 24 ,”ensure sound labour relations” (DoL, 2012). 
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The DoL Strategic Service Delivery Outcomes are driven by the overall Government 
Service Delivery Outcomes assigned to the Department. Strategic Outcome Oriented 
Goal 1 (Service Delivery Outcome 4), which states to “Improve the quality and 
accessibility of labour market services to contribute to decent employment through 
inclusive economic growth” (DoL, 2012). Programme 3 of the Department refers to the 
service offering Public Employment Services. 
The primary function of the Public Employment Services directorate in the DoL is to:  
 register unemployed and under-employed employment seekers;  
 equip them with employment counselling to access employment;  
 seek and register opportunities for the absorption of employment seekers;  
 match them with opportunities;  
 refer them to employers and to access unemployment benefits.  
The international Labour Organisation (ILO, 2009) holds that Public Employment 
Services serve to match job seekers with job opportunities and are thus central to a 
well-functioning labour market. The Inter-American Development Bank (IDB), World 
Association of Public Employment Services (WAPES) and the Organisation for 
Economic Co-Operation and Development (OECD) hold the same view as most 
countries in the world, to act as an intermediary between the supply and demand of 
labour and to address labour market inefficiencies (WAPES, 2105; OECD, 2015; IDB, 
2015). These PES, according to the ILO (2009), are provided by the government 
through their Ministry of Labour. Although structured differently in each country, all 
PES programmes have been at the forefront of the battle against unemployment 
(WAPES, OECD and IDB, 2015). 
PES plans and executes labour market policies and their major role is to cushion the 
labour market transitions for workers and enterprises. According to the ILO (2009), 
this function is undertaken by: 
 providing good information about the labour market; 
 assisting with job searches and providing placement services; 
 administering unemployment insurance benefits; 
 administering a variety of labour market programmes. 
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1.1.2 Public Employment Services in South Africa 
In South Africa, PES is a component of the Department of Labour’s Programme 3. The 
PES derives its mandate from the Skills Development Act of 1998, the Presidential 
Proclamation No 56 of 2009 (that saw the transfer of the National Skills Fund to the 
then newly established Department of Higher Education), and now derives its mandate 
from the Employment Services Act 4 of 2014.  
Chapter 2 of the Employment Services Act No 4 of 2014 specifically spells out the 
services to be rendered under the Act in order to assist in unemployment alleviation. 
The Act outlines the following:  
1) PES is responsible for: 
a) Matching work seekers with available work opportunities; 
b) Registering work seekers; 
c) Registering job vacancies and other work opportunities; 
d) Facilitating the placing of work seekers with employers and other work 
opportunities; 
e) Advising work seekers on access to education and training; 
f) Providing specialised services to assist vulnerable employment seekers and 
g) Facilitating the employment of foreign nationals in a manner that is 
consistent with the objectives of this Act and the Immigration Act. 
2) The Department may also provide the following services to facilitate the 
matching of work seekers to opportunities:  
a) Vocational and career counselling; 
b) Assessment of work seekers to determine suitability; 
c) Assessment of any other life skills to secure employment or other forms of 
work (South African Government, 2014). 
The PES is delivered through the 127 Labour Centres of the Department. PES uses 
the Employment Services of South Africa (ESSA) electronic system through which 
employment seekers can register their skills and experience while employers, entities 
or institutions can register work and learning opportunities. 
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According to the Department of Labour’s Annual Performance Plan Report 2016/17, 
unemployment and under-employment in SA have remained high and it is not clear 
whether the current departmental strategies (including PES), are effective.  
This study aimed to investigate the role and effectiveness of Public Employment 
Services programmes in alleviating unemployment in response to the Constitutional 
Mandate and Governments Service Delivery Outcomes assigned to the DoL (DoL, 
2016). 
1.2 PROBLEM STATEMENT 
During the 2014/2015 financial year there were 681 570 work seekers registered on 
the ESSA database. A total of 246 744 work seekers received employment counselling 
while only 14 634 were placed in registered opportunities (Department of Labour, 
2016). The effectiveness of the PES programmes appears to be poor and is the 
reasons are not clear. To improve the performance of the PES programmes there is a 
need to understand it’s role, processes, activities, impact of the resources it is 
allocated and the systems currently being used.  
Such a study will lead to an understanding of the seeming lack of performance and 
effectiveness of PES in the DoL in alleviating unemployment. Employment seekers 
registered on the department’s ESSA database can be guided to secure employment. 
1.3 KEY QUESTIONS PERTAINING TO THE STUDY 
Mare (2010:30) holds that a good research question assists the researcher to maintain 
focus during data collection. It keeps the researcher focused on his/her starting 
interests and prevents him/her from drifting from the original purpose. This study was 
designed to understand the role of PES programmes’ current activities and their 
effectiveness in alleviating unemployment and to understand the reasons for the 
seeming lack of success. Understanding how PES programmes are currently being 
offered will assist the researcher in understanding how an improved design and 
efficiency could assist in achieving the intended goal. 
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The key questions identified for this study include: 
 What is the role of the DoL PES programmes in alleviating unemployment in 
the Pretoria, Mamelodi and Atteridgeville areas of Tshwane? 
 What services are currently offered by the PES at the DoL? 
 How effective are the current PES programmes? 
 Are the differences in implementation affecting performance? 
 Is there a link between resource allocation and training and how the service is 
being offered with the seeming poor performance of the service? 
 What recommendations can emanate from the study in order to address the 
current seemingly low performance of PES? 
1.4 RESEARCH AIMS AND OBJECTIVES 
According to Walter (2013), the aims of the research relate to what the researcher 
hopes the outcomes of the research will be. By undertaking this study, the researcher 
intends to: 
 understand the role played by PES programmes in alleviating unemployment, 
focusing on activities, roles and implementation in the Pretoria, Mamelodi and 
Atteridgeville areas of Tshwane; 
 evaluate the services offered by PES programmes; 
 assess the effectiveness of PES programmes;  
 explore the implementation of PES programmes in the three regional offices; 
 establish resource allocation and training needs to understand the link with the 
reportedly poor performance, including the current implementation of the 
process by the DoL; 
 make recommendations to address unemployment in the Tshwane region using 
PES programmes. 
1.5 SCOPE AND DELIMITATION OF THE STUDY 
The unit of analysis refers to the ‘what’ of the study,’ what object, phenomenon, entity, 
process or event one is interested in investigating (Babbie and Mouton, 2001). The 
study was limited to understanding the current status of PES service implementation 
and the role of the services being offered in an attempt to alleviate unemployment in 
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the country. The research was conducted at the three regional offices in the Gauteng 
Province, focusing on the former Gauteng North (Tshwane). These offices include the 
Pretoria Regional Office, the Mamelodi Regional Office and the Atteridgeville Regional 
Office. 
The city of Tshwane is the capital of South Africa and is the largest municipality as 
measured by land mass. Tshwane is amongst the six largest metropolitan 
municipalities in South Africa and the second largest in Gauteng as measured by the 
gross domestic product (Statistics South Africa, 2011). Statistics South Africa reported 
that the Tshwane region covers 6368 km2 of Gauteng’s 19 055 km2 and houses 
approximately 2, 9 million residents. The unemployment rate, as recorded by Statistics 
South Africa (2011), for the Metro is 24. 2%. 
Pretoria, Mamelodi and Atteridgeville constitute part of the Metro. The DoL has a role 
via its PES programmes to alleviate the unemployment challenge facing the Metro. 
The aim was to provide recommendations in order to improve the performance of the 
3 regional Gauteng labour centres situated in the former Gauteng North Province 
(Pretoria, Mamelodi and Atteridgeville Regional Offices), as a means to enable PES 
to be an effective pathway from unemployment to employment. A literature search of 
relevant and available information in the form of books, academic journals, policy 
documents, legislation, annual performance reports, media reports, minutes of PES 
branch meetings and standard operating procedures was conducted.   
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(Source: https://www.google.co.za/maps/plan/Pretoria maps&GIS-City of Tshwane). 
Figure 1.1: Study Area  
1.6 RESEARCH DESIGN AND METHODOLOGY 
According to Babbie and Mouton (2001), data can be classified into two main 
categories i.e. numeric data (numbers, statistics, psychological test scores and 
physiological numbers) and textual data (documents, texts, conversations and 
interview transcripts).  According to Walter (2013:255), content analysis is the formal 
study of texts as a method of analysis and in this way the texts become our unit of 
analysis. According to Walter (2013:255), this means that as we refer to data objects 
as communicating information to an individual or group, the text also means something 
to that particular individual or group.  Du Plooy-Cilliers, Davis and Bezuidenhout 
(2014:191) hold that this is “a research method for the subjective interpretation of the 
context of text data through the systematic classification process of coding and 
identifying themes or patterns”. The research was qualitative in nature, which required 
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an understanding of the context, bearing in mind that there is no single reality (Terre 
Blanche, Durrheim and Painter, 2006). 
According to Du Plooy-Cilliers, Davis and Bezuidenhout (2014:191), this form of data 
collection is also referred to as unobtrusive research. It is advantageous in that the 
researcher is not directly involved with research participants. In this way he/she has 
no effect on the findings as opposed to when a researcher may be perceived as 
obtrusive when respondents react differently in a social setting or become aware that 
they are being observed. In following this form of data collection, the researcher works 
in an interpretative paradigm, with the goal of providing a thick description of the social 
reality mirrored in the texts (Du Plooy-Cilliers et al., 2014:191). 
The study utilised document analysis and a desk top review of existing secondary data 
relating to the implementation of PES at the Department of Labour. The documents 
included: legislation, policy documents, annual performance reports, media reports, 
minutes of PES branch meetings and standard operation procedures.  
1.7 SUMMARY 
This chapter gave a brief background of the bigger problem area pertaining to the 
study relating to the challenge of unemployment. The role of the DoL through its PES 
programmes, is to attempt to alleviate the challenge of unemployment, which was also 
discussed. The DoL’s mandate is driven by the overall Government Service Delivery 
Outcomes that attempts to improve the quality and accessibility of labour market 
services to contribute to decent employment through inclusive growth. The primary 
focus of the study was to address this outcome as it relates to decent employment. 
The following was also dealt with in this chapter: introduction, problem statement, 
aims, objectives, scope and the research methodology that was adopted for the study. 
This chapter also provided a brief outline of the legislative mandate on which the PES 
programmes are based, which is the Employment Services Act, No4 of 2014, and also 
covered various secondary sources that were utilised for the literature research. 
The following chapter explores the literature as it relates to the challenge of 
unemployment in South Africa and focuses on the role PES programmes perform at 
the DoL. It will briefly expound on the legislative framework introduced by the 
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government to address the unemployment challenge with particular emphasis on the 
Employment Services Act, No.4 of 2014 and the programmes that fall under this 
legislation.  
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CHAPTER 2 
LITERATURE REVIEW 
2.1 INTRODUCTION. 
It is commonly accepted that without progress on the employment front, there is no 
chance of reducing poverty and inequality in South Africa in a sustainable manner 
(Black and Gerwel, 2014). Barker (1999:7) notes that unemployment is a directly 
contributing factor to two of the country’s major problems i.e. inequality and poverty. 
Addressing unemployment then becomes the central priority of government, as 
unemployment undermines any form of progress the country has achieved since 
democracy. President Jacob Zuma appointed the National Planning Commission 
(NPC) in May 2010 to draft a vision and National Development Plan (NDP).  
The diagnostic report released by this Commission in June 2011 outlined South 
Africa’s achievements and shortcomings since 1994 (NPC, 2011). According to the 
report (NPC, 2011), the main reasons for the slow progress the country is experiencing 
relates to a failure to implement policies as well as an absence of broad partnerships. 
To address this shortcoming the Commission set out nine primary challenges. The 
challenge relating to this study is that, “too few people work” (NPC, 2011).   The plan 
identified raising employment through faster economic growth as a priority.   
The objectives of the NDP for employment and growth include plans to create about 
11 million additional jobs by 2030; a drop in the unemployment rate from 25% to 14% 
by 2020 and to 6% by 2030 and raising the labour force participation rate from 34% in 
2010 to 65% (National Planning Commission, 2011). 
This chapter presents an explanation of the policies and legislative framework that 
address the unemployment challenge in the country and the literature relating to this 
challenge. 
2.2 CHALLENGES OF UNEMPLOYMENT IN SOUTH AFRICA 
Unemployment is a contributing factor to household poverty and vulnerability and 
designing policy measures to create employment has been the central agenda of the 
government since the advent of democracy (Du Toit, 2005).  Employment is the most 
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important source of potential income for the majority of South Africans and according 
to Polin, Epstein, Heintz and Ndikumana (2006:2), this establishes an important link 
between unemployment and poverty. They argue that joblessness is the single 
greatest cause of mass poverty and correspondingly they are of the view that reducing 
unemployment would be the most effective means of reducing poverty, although  not 
the only means.    
In simple terms “unemployment” occurs whenever the demand for labour (DL) in an 
economy is unable to match the supply of labour (SL) in that economy (Cawker and 
Whiteford, 1993:2). The DL refers to the number of employment opportunities (jobs), 
which exist in the economy and SL refers to the number of people who are available 
to fill those jobs or existing opportunities (Cawker and Whiteford, 1993:2). However, 
defining unemployment is not as simple as outlined in the definition above. 
Standing, Sender and Week (1996:3) hold that unemployment entails a condition 
(being without employment); a need (for work or to earn an income); an attitude (a 
desire for paid work); a capacity (ability to accept an opportunity or at least the 
availability to do so) and an activity (searching for work). The challenge of 
unemployment has economic, social and psychological challenges for the 
unemployed.  As Du Toit (2005) puts it, the “unemployed are powerless to be part of 
a structure that permits people to earn a living, feel industrious, thus experiencing a 
positive feeling about being involved in activities they enjoy”. Against the backdrop of 
different definitions of unemployment, the South African approach is two-fold. There 
is the strict (narrow) and the expanded (broad) definition (Brynard, 2011). Du Toit 
(2003) claims that the official definition used by the government is the “strict” definition. 
The official definition applies to those people who have taken active steps to find 
employment for a period of four weeks during a given period, whereas the expanded 
definition describes those unemployed people who have been discouraged and taken 
no active steps or action to find employment. 
This implies that the unemployment rate in South Africa would be much higher if it was 
calculated using the expanded definition, as the strict definition represents a lower 
figure and as Du Toit (2003) puts it, the expanded definition would actually present us 
with an accurate figure of the extent of the unemployment challenge facing the country. 
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The most recent Quarterly Labour Force Survey (QLFS, January-March 2016), 
released by Statistics South Africa has put the countries unemployment level at 24.5%. 
The QLFS is a household-based sample survey conducted by Statistics South Africa. 
It collects data on labour market activities of individuals aged 15 years and above who 
live in South Africa. In the most recent report, the paper refers to only covered labour 
market activities of persons aged 15-64 years of age (Stats SA, 2016).  
 
(Source: Available on line at:  http://www.tradingcomics.com/South-Africa/gdp). 
Figure 2.1: Illustration: Unemployment rate in South Africa 
According to Stats SA (2016) in the QLFS (Q1:2016), the number of unemployed 
people increased by more than half a million in both Q1:2015 and Q1:2016. This 
statistic translates to 626 000 and 521 000 people respectively. According to Stats SA, 
these have been the largest increases since 2010 (refer to Figure 2). 
Looking at provincial figures with specific focus on the Gauteng Province, the QLFS 
(Q1:2016) indicated an increase of 1.7 percentage points. The City of Tshwane’s, 
which is of interest to this study, reported a strict unemployment rate of 26.0% and an 
expanded rate of 29.6% (Stats SA, 2016). 
These aforementioned figures relate to the task the PES should address at the DoL. 
A primary challenge related to the high unemployment in South Africa is the issue of 
skills that are incompatible with what the economy has to offer in terms of available 
opportunities. 
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2.3 SKILLS MISMATCH 
Malakwane (2012) noted in his study that there is definitely a link between skills 
mismatch, education and opportunities for employment. He also noted that education 
does not necessarily translate into automatic employment  and that the challenge of a 
skills shortage in some sections of the economy poses a challenge that to some extent 
contributes to unemployment. 
To address this challenge, South Africa’s labour market policies include training 
programmes to enhance skills. In 1998 the government passed the National Skills 
Development Act No 97 of 1998 and successively the Skills Development Levies Act 
No 9 of 1999. These laws set out to develop the skills of the South African workforce.  
According to Hiroyuki and Ranis (2014:371), the Sector Education and Training 
Authorities (SETAs) and the Further Education and Training Colleges (FETs), now 
known as TVET Colleges, were created for the purpose of skills development under 
the above mentioned Acts. 
The focus is on workplace training, introduction of learnership opportunities and 
apprenticeship programmes. The mandate of SETA is to develop sector skills plans 
that identify current and future qualification needs and facilitate the provision of training 
opportunities in respect of those plans through a levy on private and public sector 
employers (Hiroyuki and Ranis, 2014:371).  
According to Graham (2006:41), the Skills Development Levies Act requires that 
employers contribute 1% of their payroll to promote skills development and work-
based training for both the employed and unemployed in the South African labour 
market. These payments are made to the South African Revenue Services (SARS), 
which then transfers 80% of this levy to the relevant SETA (with whom an employer 
has been registered). The remaining 20% goes to the National Skills Fund. 
Hiroyuki and Ranis (2014:371) hold that the importance of skills development as a 
priority was accentuated by President Jacob Zuma when he announced the New 
Growth Path in 2011. Despite this intervention policy, South Africa continues to 
experience a shortage of skills, which is a constraint to economic growth (Malakwane, 
2012). The development of employment services is also related to the unemployment 
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challenge to help facilitate a platform for employment seekers and employers to meet 
in an effort to alleviate unemployment.  
2.4 EMPLOYMENT SERVICES 
These are services aimed at improving job search efficiency and the job matching 
process in the labour market (National Treasury, 2011). The Department of Labour, 
National Youth Development Agency (NYDA) and Youth Advisory Centres 
(implemented by NGOs) offer these services. According to Graham (2006:44), some 
of these services include job-seekers’ courses that cover information on careers and 
job opportunities, services such as compiling a curriculum vitae, interview skills and 
life skills. The DoL programme is discussed in detail below as it was the focus of the 
study.     
2.5 INTERNATIONAL LABOUR ORGANISATION STANDARDS  
The primary aim of the ILO is the creation of decent and productive work for all, 
irrespective of gender. This key aim needs to be achieved to enable conditions of 
freedom, equity, security and human dignity (Cohen and Moodley, 2012). According 
to Cohen and Moodley (2012), work is not only a source of income but creates an 
enabling environment where people enjoy personal dignity, family stability and most 
importantly, economic growth.  
Cohen and Moodley (2012) outline four strategic objectives of decent work in line with 
the ILO: 
1) Promotion of standards and rights at work, ensuring that worker’s constitutional 
rights to dignity are protected and there is fair labour practice, supported by 
legal frameworks. The Department of Labour in South Africa is the custodian of 
the legislation that protects worker’s rights whilst promoting harmony in the 
work place. Examples of such legislation include the Labour Relations Act No. 
66 of 1995 and the Basic Conditions of Employment Act 75 of 1997. 
2) Promotion of employment creation and income opportunities with the aim of not 
just creating jobs, but creating jobs of acceptable quality. 
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3) Provision and empowerment of social protection and social security, which is 
essential for poverty alleviation, inequality and the burden of care 
responsibilities.   
4) Promotion of social dialogue and tripartism. 
This implies that the ILO agenda must ensure that at country level, decent work is 
created through policy and institutional interventions. 
PES was recognised in the mandate of the ILO at its inception, as can be seen when 
the first International Labour Conference in 1919 adopted the Unemployment 
Convention (ILO, 2009). Thuys, Hansen and Price (2001) hold that PES emerged in 
industrialised countries around the end of the nineteenth century due to concerns 
about the social and economic impacts of unemployment.  
During the early years the primary focus was on job brokering, (which implies the 
process of arranging job seekers to  fill vacancies created by employers but the system 
has since evolved to include unemployment insurance). It was in 1919 that the ILO 
recommended the establishment of PES to members states (Thuys et al., 2001). 
The central opinion of the ILO, with regard to PES, is that they are key in assisting 
enterprises and workers to adjust to changing labour markets. PES is critical in times 
of economic crises to help the unemployed by implementing active labour market 
programmes that facilitate the re-entry of the unemployed into the job market. The ILO 
(2009) enforces that in times of economic crisis, the demand for job assistance 
intensifies and PES is central in this regard. 
The PES is usually part of the ministry of labour, fashioned to assist and facilitate the 
entry and re-entry of workers into the labour market. The ILO (2009) governing body 
holds that PES facilitates labour market adjustments and cushions the impact of 
economic transition. These services, as in South Africa, are also provided by private 
employment agencies and certain government organisations. The question is how 
does PES plan to execute labour market policies? In PES the employment seekers 
and the employers are clients.  
The employment seekers use the electronic systems of PES to register their 
qualifications, skills and experiences with the hope of being integrated into the world 
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of work. The term ‘employment seekers’ refers to those who use the service to register 
at labour offices after retrenchments/dismissals or resignation in order to access 
unemployment insurance fund (UIF) benefits, as well as first time employment 
seekers. Employers then use PES to access employment seekers when they have 
formal or informal job opportunities. In this way a platform is created where the supply 
of labour is matched with the demand for labour.  
2.6 PES INTERNATIONAL TRENDS  
According to Dockery and Strombeck (2001), the role of PES and how extensively 
they operate in the labour markets differs considerably among countries over time. In 
this section, the researcher evaluates international standards and trends in PES by 
comparing different countries. 
In certain countries the service is enforced exclusively through government regulations 
by monopolising job matching activities, whilst in other countries there is free co-
existence of both public and private job placement agencies. The latter is the case in 
South Africa. It is fundamental to promote equity in labour markets by ensuring that 
the disadvantaged or difficult to place employment seekers also have access to a 
guaranteed level of assistance to enhance their employability (Dockery and 
Strombeck, 2001).  
According to Dockery and Strombeck (2001), PES is able to offer assistance mainly 
due to the incentives offered by the neo-liberal markets in employment that tend to 
disadvantage this particular group of employment seekers by excluding them from 
assistance. In most OECD countries (Organisation for Economic Co-Operation and 
Development), there are ongoing debates on the usefulness and effectiveness of PES 
(Koning, 2006). 
In his study of PES in the Netherlands, Koning (2006) discussed a variety of PES 
outcomes. In his assessment he argued the availability of literature on issues relating 
to the PES governance structure and its performance, which are not addressed. 
Koning holds that available literature explores PES performance in a singular 
outcome, namely job placement. The researcher also notes that this might be due to 
the fact that primarily, the end outcome of PES is to place registered employment 
seekers in jobs. 
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Koning (2006) also explored other aspects that could affect this desired outcome by 
referring to issues such as budget allocation for local offices, worker-client ratio per 
office (which for him translates to the number of workers per office equals the product 
of the standard time per client and the estimated number of clients). In his study, he 
found that a higher work-client ratio at offices results in an increase of the outflow rates 
for the short term unemployed. The resulting factor is that this group is then prevented 
from being included in the category of long term unemployed. His results also indicate 
that PES workers are quite effective in attracting and registering vacancies, but then 
again, he holds that this speaks to vacancies already posted by employers. 
In South Africa, the system is designed in such a way that it does not allow employers 
to register vacancies and source candidates on their own. They register via local 
labour offices and are assisted by officials to register the vacancy, match potential 
clients and send the list to the employer. Morano (2016), in his study of PES in 
Colombia, sought evidence to trace whether the service improves employment 
outcomes. He holds that there has been a shift in Active Labour Market Policies 
(ALMPs) that focus on increasing the employability of the labour force rather than 
implementing poverty reduction interventions.  
He also asserts that ALMPs tend to have a broader focus that combines various 
interventions. He speaks of training and public works interventions, which reflect a 
similar stance as is in South Africa. In Colombia, public spending on active labour 
interventions has been increased compared to that of unemployment benefits. Morano 
(2016) posits that in most literary assessments, PES are perceived to produce 
desirable results in that they improve the participants’ short-term or labour market 
outcomes. He also asserts that such results and policy interventions cannot be easily 
extended to developing countries. 
In Colombia, the incidence of long-term unemployment is relatively low, while job 
turnover is high. According to Morano (2016), PES is used by a small minority of the 
labour force. In Colombia PES has a positive effect on the probability of having a 
formal (rather than informal) employment, and the service is successful in placing job 
seekers in larger companies. Another important finding is that in Colombia PES is 
more effective when the service is provided face to face rather than online. 
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With regard to career services (work seeker services as it is known in South Africa), 
there has been a challenge. Career services is a component within PES. The 
challenge with career services, as noted by Sultana and Watts (2006), is that the 
service focuses on addressing long term goals linked to lifelong learning and 
sustaining employability, whereas the pressure on PES is to focus on getting 
unemployed individuals into employment. It can be inferred that the long term impact 
or aim of career services might not be readily evident. Sultana and Watts (2006) 
conducted a study of the PES offerings in 25 European countries to gain an 
international perspective.  
Sultana and Watts (2006) discovered from their study that there are only minor 
differences between the European PES service models, as they mostly have similar 
approaches to helping the unemployed with their job search. In the majority of cases 
clients assist with the job search process and help in accessing the PES services and 
unemployment and security benefits where applicable. Their stance is that in most 
countries registration of the unemployed tends to be administrative in nature (client 
information is recorded and then referred to an employment adviser (referred to as 
career counsellors in the DoL). 
In France the registration process is conducted by the employment adviser and the 
client is assisted with employability enhancement skills and other PES related services 
in the process. The interview can last up to 45 minutes in Germany and up to an hour 
in Finland and this meeting can include an initial diagnostic element referred to as 
profiling (Sultana and Watts, 2006). The assistance related to career services can 
often include individual or group-based support in developing job search techniques, 
such as how to perform in employment selection interviews, job placement, curricula 
vitae assistance and life skills. 
The service is provided by specially trained staff, for example, in Finland it is performed 
by a psychologist (Sultana and Watts, 2006). In South Africa the service is performed 
by professional people registered with the Health Professions Council (HPCSA). The 
content of the programme is similar to that discussed above. Sultana and Watts (2006) 
also noted that most European countries are moving towards an e-strategy to blend 
self-help strategies into their policy and have made major investments in developing 
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or adopting ICT and software that facilitates access to careers, labour markets and 
further education and training information and guidance in self-help modes.  
2.7 NOTED CHALLENGES WITH PES (STUDY BY LASEN AND VERAN, 
2011) 
A study conducted by Lasen and Veran in 2011 in 40 European countries identified 
problems related to PES. Their point of debate is that as much as PES are designed 
to not be discriminatory in nature, as they allow all kinds of job seekers to register, the 
flip side of this requirement is that employers may not trust the service to provide them 
with quality labour. 
Looking at the same issue from a different angle, it can be argued that PES are also 
required to help all kinds of employers. This is a challenge, as most job-seekers end 
up not fully trusting the PES. The second challenge they noted is that an inherent 
requirement of PES is that work seekers who register to receive unemployment 
benefits (unemployment insurance – UIF in SA), need to register on the database, but 
are seen by a majority of employers as (as they put it) “lemons”.  
Thirdly, they relate the PES challenge to the perception employers have of the service 
that the work seekers perceived as the “strong group” do not use PES. They consider 
PES to be a last resort for recruiters and as such, only the weaker categories of work 
seekers use PES services.             
Lastly, they noted that many employers and employees can “meet” through informal 
recruitment channels. The use of networks in employment seeking is considered very 
important as they are considered to provide trustworthy information about a particular 
work seeker.  
2.8 PUBLIC EMPLOYMENT SERVICES: DOL 
PES has been established in most countries in the world to perform as an intermediary 
between supply and demand for labour and to address labour market inadequacies 
(OECD, WAPES and IDB, 2015). Although the service is structured differently in each 
country, it has been placed at the forefront of the battle against unemployment.  
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In South Africa the function is performed by the Department of Labour and derives its 
mandate from the Skills Development Act No 97 of 1998, the Presidential 
Proclamation No 56 of 2009 (which saw the transfer of the National Skills Fund to the 
Department of Higher Education and Training) and from the Employment Services Act 
No 4 of 2014. The Public Employment Services Act No 4 of 2014 acts as a legislative 
framework for the implementation of PES at the DoL. 
It can be inferred that the Act`s primary function is to obtain vacancies and identify 
other opportunities so as to facilitate the entry and the re-entry of employment seekers 
into the labour market. For PES to perform this function it has to be supported by two 
main programmes i.e. Job/Work Seeker Service and Employer Services. By so doing, 
the department responds to one of the main priorities of the government, which is 
poverty alleviation. 
The Department’s system is an IT portal referred to as Employment Services of South 
Africa (ESSA), where employment seekers can register and provide information about 
their work experience and qualifications.  
Employers, via department officials, can also use the portal to register vacancies and 
other opportunities they may have (e.g. training, learnerships and internships). The 
system will then match the employment seekers to registered opportunities, then after 
an assessment process, those matched employment seekers are referred to 
employers. 
 
Figure 2.2: An outline of Public Employment Services Programmes 
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Job/Work Seeker Services 
Job seeker services are delivered through the registration of the unemployed on the 
ESSA database by client services officers (CSOs). Employment seekers are 
registered when accessing unemployment insurance benefits or as first time 
employment seekers. Employment seekers are screened, matched with vacancies 
and referred to employers. Career counsellors are appointed to offer employment 
counselling either to individuals or groups. The service includes job preparedness 
workshops, career information and psychometric assessments to determine suitability 
for vacancies. 
Employer Services 
Employer services is spearheaded by employment services practitioners (ESPs), 
whose main functions include canvassing and marketing PES programmes to 
prospective employers, registering opportunities and matching employment seekers 
with available opportunities. The ESPs are responsible for providing advice on 
international cross border labour migration (ICBLM) applications to verify the 
availability of skilled South Africans as opposed to the employment of foreign 
nationals. 
The ESPs also assist in the registration and regulation of private employment agencies 
(PEAs), whilst at the same time employing their services for advice relating to ICBLM. 
There is no memorandum of understanding (MOU) signed between the DoL and PEAs 
regarding this aspect of ESP roles.  
2.9 SUMMARY 
Given the high unemployment in the country, this chapter attempted to highlight some 
of the interventions the South African Government has implemented in an attempt to 
manage the challenge by primarily focusing on PES. This has been undertaken 
perceiving PES from the ILO perspective and examining international trends to see 
how PES is implemented from an international perspective.  
The Skills Development Act, No. 97 of 1998 and the Skills Development Levies Act, 
No. 9 of 1999 were introduced with the aim of providing training programmes tailored 
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to the needs of specific sectors in collaboration with the SETAs and employers, who 
can employ workers through a learnership contract in order to train them while they 
receive practical work experience. Employers can claim a tax allowance for the 
employees (or interns) who are trained in learnerships and apprenticeship 
programmes. 
Employment services, which are performed by the Department of Labour’s PES (which 
is the focus of this research), are also designed to help alleviate the problem of 
unemployment. They help with job searches and placement, career guidance and 
curriculum vitae development. Employment services are also performed by private 
employment agencies, such as the NYDA and some NGOs. 
The following chapter discusses the research methodology that was adopted in order 
to achieve the objectives of the study. 
  
 23 
CHAPTER 3 
RESEARCH METHODOLOGY 
3.1 INTRODUCTION 
Chapter two (2) provided a detailed discussion of the literature relating to the challenge 
of unemployment in South Africa as well as an overview of PES. The relevant policy 
improvements introduced by the government to address the challenge and 
international trends in the implementation of PES, were expounded upon. 
In chapter three (3), the researcher discusses the research design that was used to 
address the research objectives. It includes the description of, and justification for the 
research design (i.e. research paradigm, research method, data collection and data 
analysis). It also investigates issues relating to the limitations, validity, reliability and 
ethical considerations. 
3.2 AIMS AND OBJECTIVES OF THE STUDY 
By undertaking this study, the researcher hoped to: 
 understand the role performed by PES programmes in alleviating 
unemployment by focusing on its activities, roles and implementation in the 
Pretoria, Mamelodi and Atteridgeville areas of Tshwane; 
 evaluate the services offered by PES programmes; 
 assess the effectiveness of PES currently being offered ; 
 assess the implementation of PES programmes in the three regional offices; 
 assess resource allocation and training needs in order to understand the 
linkage to the low performance currently being reported and the current way in 
which the service is being implemented in the DoL;  
 make recommendations to assist in addressing the stated problem of 
unemployment in the Tshwane region using PES programmes. 
3.3 RESEARCH PARADIGM 
According to Terblanche, Durreheim and Painter (2006:6), ontology specifies the 
nature of the reality to be studied while epistemology specifies the nature of the 
 24 
relationship between the researcher and what can be known. Gerber (2016) explains 
cosmology as a theory about one’s world. The research followed a problem-solving 
approach as it was designed to examine the problem in such a way that it formulates 
recommendations to solve the challenge. 
The country (SA) is faced with a serious challenge of unemployment. The PES 
programmes in the DoL are designed to alleviate unemployment but they are not 
yielding the desired outcome. The Public Employment Services Act is designed to 
function primarily at labour centres at a regional level through standard operating 
procedures. Employment seekers are registered on the ESSA data base at labour 
centres and offered employment counselling and then matched with available 
employment opportunities.  
Various contexts are operational in different labour offices and as such the research 
assumed that there is no single reality. Reality was constructed in the context. For this 
study the research paradigm was interpretivist as it aimed to investigate the reality and 
understand it within its context. It revealed the context of the reality associated with 
the research by closely perusing the data from three regional offices in the Gauteng 
provincial office with specific reference to the City of Tshwane. 
3.4 RESEARCH DESIGN 
A research design denotes the overall approach the research takes i.e. qualitative, 
quantitative or mixed methods (DeVos, Strydom, Fouche and Delport, 2011:109). 
Terre Blanche, Durrheim and Painter (2006:34) hold that the research design is a 
strategic framework for action that serves as a bridge between the research questions 
and the execution or implementation of the research.  
They maintain that these are the plans that guide the arrangement of the conditions 
for the collection and analysis of the data in a manner that aims to combine relevance 
to the research purpose with economy of procedure. Its crucial role provides the 
researcher with a plan that specifies the way in which the research will be executed 
so that the research question is answered (Terre Blanche et al., 2006:34). 
According to Bless and Higson-Smith (2000), every project requires a research design 
that is carefully structured to the exact needs of the problem at hand. For the purpose 
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of this research, a qualitative design was used. Dawson (2006:15) holds that 
qualitative research explores attitudes, behaviour and experiences through methods 
such as interviews and focus groups. 
The research utilised document analysis as a form of data collection. 
The research was descriptive in nature as it aimed to describe and understand the 
role of PES services and the reason for the seemingly low performance of the service 
in achieving its mandate of providing employment seekers with jobs.  
Data was gathered from the documentary analysis of relevant secondary data related 
to the implementation of PES at the DoL. According to Bailey (1994:294), document 
analysis is a major source of data by means of which any written material that contain 
information about the phenomena one wishes to study can be used. De Vos et al. 
(2006:15) hold that qualitative researchers, as instruments, can collect data 
themselves through examining documents.  
3.4.1 Data Collection 
The research focused specifically on descriptive data. Bailey (1994:294) distinguishes 
between primary and secondary data with primary data referring to eye-witness 
accounts and data documented by people who were not on the scene and secondary 
data as data acquired from PES documents from the three labour centres. 
The research identified normative criteria (how processes should to be executed) 
contained in relevant PES documents, which included: relevant legislation, standard 
operating procedures, Auditor-General audits, comments and findings, labour centres, 
provincial and head office reports, quarterly and annual statistical reports, 
knowledgeable individuals and media reports. From these, recommendations for 
improving the service can be formulated to ensure that the service achieves its 
intended goal of leading employment seekers to employment opportunities.  
3.4.2 Sampling 
The Gauteng Province DoL comprises of 26 labour centres of which 7 are situated in 
the City of Tshwane (former Gauteng North). The research focused on three labour 
centres situated in the City of Tshwane.  These are:  Pretoria, Atteridgeville and 
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Mamelodi. These 3 were purposely selected due to their close proximity to one 
another.  
Purposive sampling is a form of non-probability sampling where the researcher makes 
the decision about the purpose she/he wants the informants or communities to serve 
and then goes out to find them (Bernard, 2013:165).  
A document analysis of relevant Department of Labour documents that relate to the 
implementation and function of PES, was conducted. 
3.4.3 Data Analysis 
According to Cresswell (2014:195), textual data is dense and rich, but not all the 
information can be utilised. Thus, in the analysis, the researcher needs to ‘winnow the 
data down by disregarding portions of it. This means data is aggregated into small 
groups representing various themes. The researcher used content analysis as a 
means of analysing the data. According to Bailey (1994:304), the goal of content 
analysis is to take a verbal, non-quantitative document and transcribe it into 
quantitative data. Bailey holds that content analysis is a research technique for the 
systematic and quantitative description of the manifest content of communication 
(Bailey, 1994:304). 
During the study relevant data was collected from PES documents to gain an overall 
perception of the information as well as to categorise the data into themes for coding. 
Cresswell (2014:200) posits that themes appear as major findings in qualitative 
studies. There are a number of qualitative software programmes available for a 
researcher to use. Utilising a computer is an efficient means for storing and locating 
qualitative data (Cresswell, 2014:195).  
The researcher utilised an online text analyser: http://www.online-
utility.org/text/analyzer.jsp. 
3.5 RESEARCH RIGOR 
According to De Vos et al. (2002:324), in the study of documents it is important that 
the researcher evaluates their authenticity, validity and reliability. They posit that the 
necessity for this is due to various factors e.g. authors may sometimes have an ulterior 
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motivate for writing a paper or report, such as financial benefits and prestige and 
occasionally considerable time might have elapsed between the event and writing the 
document, leading to inaccuracies. 
According to Flick (2007:130), validity asks whether the instrument actually measures 
what it is meant to measure. Flick holds that content validity can be measured by 
referring to literature relating to the research study area. Researchers may also consult 
other social scientists with experience in the field (in the case of this research, the 
supervising professor), to evaluate the content and validity of their meaning (Flick, 
2007:131). 
Reliability can best be described in terms of, “To what extent can the research findings 
be replicated”. According to Babbie and Mouton (2001), an analysis of existing 
statistics relies on the quality of the statistics. This implies that one needs to enquire 
whether the reports are accurate in what they are claiming. It is also argued that 
ineffective record keeping may affect the records. The researcher should be aware of 
potential challenges as a first step to guard against problems of reliability. 
With document analysis the focus is on the trustworthiness and consistency of the 
information. Consulting knowledgeable people will also assist in confirming the 
trustworthiness of the information. The researcher used the knowledge of the deputy 
directors of the labour centre operations from the three labour centres that were the 
focus of the study.  
3.6 LIMITATIONS OF THE RESEARCH 
The research focused on three regional offices, as the 26 labour centres of the 
Gauteng provincial offices of the Department of Labour are geographically scattered, 
making it difficult for a researcher to access all 26 offices. Some of the labour centres 
do not have PES staff and are serviced by nearby offices and as such, the researcher 
would have been challenged in accessing the PES information.  
3.7 ETHICAL CONSIDERATIONS. 
According to Terre Blanche et al. (2006:61), research ethics refers to the protection 
and welfare of research participants and extends to areas such as scientific 
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misconduct and plagiarism. The researcher signed an ethics form, which assures 
compliance with scientific research processes, although no human subjects were 
involved.  
3.8 SUMMARY 
The objective of this chapter was to outline and explain the research methodology that 
was applied in the study. The chapter focused on the descriptive research 
methodology of the study. It explained the data source, which was collected through 
an analysis of secondary data relating to PES programmes employed by the DoL.  
The research approach was of a problem solving nature, as it was designed to 
examine the problem and to provide recommendations so that PES programmes could 
endeavour to alleviate the highlighted challenges.  
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CHAPTER 4  
FINDINGS 
4.1 INTRODUCTION 
Chapter 3 provided an overview of the research design applicable to the research. The 
research design adopted was the qualitative methodology from an interpretivist 
paradigm. The research utilised document analysis and was conducted as a 
secondary analysis of PES documents. Chapter 4 presents a detailed discussion and 
presentation of the literature review in line with the aims and objectives of the study 
as outlined in chapter 1.  
The key research questions pertaining to the study are: 
 What is the role of the DoL programmes in alleviating unemployment in the 
Pretoria, Mamelodi and Atteridgeville areas of Tshwane? 
 What services are currently offered under PES in the DoL? 
 How effective are the current PES programmes? 
 Are the differences in implementation affecting performance? 
 Is there a link between resource allocation and training and how the service is 
being offered to the seemingly poor performance of the service? 
 What recommendations emanated from the study in order to address the 
current seemingly low performance of PES? 
The key research aims and objectives for this study are explained in the paragraphs 
that follow: 
 Understand the role played by PES programmes in alleviating unemployment, 
focusing on activities, roles and implementation in the Pretoria, Mamelodi and 
Atteridgeville areas of Tshwane. 
 Evaluate the services offered by PES programmes. 
 Assess the effectiveness of PES being offered. 
 Explore the implementation of PES programmes in the three regional offices. 
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 Establish resource allocation and training needs in order to understand the link 
with the low performance currently being reported and the current way in which 
the service is being implemented in the DoL. 
 Make recommendations to address the stated problem of unemployment in the 
Tshwane Region by using PES programmes. 
4.2 FINDINGS AND DISCUSSION 
The vision of the DoL, as outlined in the Revised Strategic Plan 2015-2020, refers to 
a department that strives for a labour market that is conducive to investment, economic 
growth and employment creation (DoL, 2016). As the DoL is the custodian of labour 
legislation, the department’s mission clearly outlines that this will be achieved through 
the regulation of the SA labour market in order to be able to foster a sustainable 
economy through the various legislations for which the DoL is responsible. The DoL 
legislative framework is informed by the South African Constitution, chapter 2 and the 
Bill of Rights. 
The particular legislation pertinent to this study is the Employment Services Act No 4 
of 2014, and Programme 3 of the Department, Strategic Goal 2 that refers to the 
Department’s role in contributing to employment creation as also emphasised in the 
DoL vision. The Employment Services Act regulates programme 3 of the DoL, which 
is public employment services (PES).  
4.2.1 Employment Services Act No 4 of 2014 
The Government Gazette (2014) clearly states that the purpose of the Act is to: 
(1) 
(a) promote employment; 
(b) improve access to the labour market for work seekers; 
(c) provide opportunities for new entrants to the labour market to gain work 
experience; 
(d) improve the employment prospects of work seekers, in particular vulnerable 
work seekers; 
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(e) improve the employment and re-employment prospects of employees facing 
retrenchments; 
(f) facilitate access to education and training for work seekers, in particular those 
who are vulnerable;  
(g) promote employment, growth and work place productivity;  
(h) facilitate the employment of foreign nationals in the South African economy, 
where their contribution is needed in a manner - 
(i) that gives effect to the right to fair labour practices contemplated in section 
23 of the Constitution; 
(ii) that does not impact adversely on existing labour standards or the rights 
and expectations of South African workers;  
(iii) that promotes the training of South African citizens and permanent 
residents. 
(2) The purpose is to be achieved by - 
(a) providing comprehensive and integrated free public employment services; 
(b) coordinating activities of public sector agencies, the activities of which impact 
on the provision of employment services;  
(c) encouraging partnerships, including in the provision of employment services 
to promote employment;  
(d) establishing schemes and other measures to promote employment and 
(e) providing a regulatory framework for the operation of private employment 
agencies. 
Chapter 2 of the Act spells out which services are to be provided by the Department 
of Labour and clearly stipulates that this should be a free service to the public. As a 
public entity, the DoL is guided by the Batho Pele (“People First’’) principles, hence 
the Employment Services Act stipulates that this should be offered in a manner that is 
open and accessible to all. 
The main aims of the Act, as seen in the Government Gazette (2014), indicate that the 
purpose of PES is to: 
(a) match employment seekers with available work opportunities;  
(b) register work seekers on the ESSA database;  
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(c) register job vacancies and other opportunities;  
(d) facilitate the placing of employment seekers with employers or in other work 
opportunities. 
The Department may also provide the following services to facilitate the matching of 
work seekers to work opportunities: 
(a) Vocational and career counselling; 
(b) Assessment of work seekers to determine suitability and 
(c) Any other related life skills to secure employment or other forms of work.  
This research attempted to explore the effectiveness of PES in these areas mentioned 
in the Act, focusing on the three regional offices in the City of Tshwane, which are the 
Pretoria Labour Centre, the Mamelodi Labour Centre and the Atteridgeville Labour 
Centre. 
4.2.2 Outline of PES Programmes 
The Revised Strategic Plan of the DoL (2015/16) outlines the following PES functions: 
Employer services and work seeker services outlined as follows: 
 Employer Service 
Register job vacancies and other work opportunities. 
Facilitate placing of work seeker with employers or in other work opportunities. 
Facilitate the exchange of information among labour participants, including employers, 
workers and work seekers, private employment agencies, sector education and 
training authorities and training providers. 
Facilitating the employment of foreign nationals in a manner that is consistent with the 
object of this Act and the Immigration Act. 
Assist companies in distress, provide a social plan and regulate private employment 
agencies and temporary employment agencies. 
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 Work Seeker Services 
Match work seekers with available work opportunities. 
Register work seekers and retrenched workers on the employment services system. 
Advise work seekers on access to education and training. 
Advise work seekers on access to social security benefits. 
Provide specialised services to assist vulnerable work seekers and facilitate the 
provision of employment enhancement programmes. 
4.2.3 Gauteng Provincial Structure 
The provincial Gauteng office has 26 labour centres but the research focused on the 
three labour centres in Pretoria (Pretoria, Atteridgeville and Mamelodi). The labour 
centre profiles for these three labour centres are indicated as follows:  
 The Atteridgeville labour centre profile has 15 officials with 6 client services 
officers sectioned at integrated beneficiary services. For the PES section there 
are 2 officials, a career counsellor and an employment services practitioner. It 
is important to indicate that of the 6 client services officers, there is no dedicated 
ESSA registration official responsible for the registration of work seekers. 
 In the Mamelodi labour centre there is a staff establishment of 27 officials with 
17 client services officers. Of the 27 officials, 2 are dedicated PES staff (a 
career counsellor and an employment services practitioner), with no dedicated 
ESSA registration official responsible for registering the work seekers on ESSA. 
 Pretoria, being the biggest of the 3 labour centre offices, has 108 officials.  It 
has the following dedicated PES staff; a career counsellor, 2 employment 
services practitioners and 6 client services officers specifically for the 
registration of work seekers on ESSA. 
These numbers have a bearing on whether the labour centres achieve set annual 
targets for the PES programmes. The following discussion provides an outline of the 
performance of the labour centres with regard to the PES functions. 
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4.3 PES PROGRAMMES 
4.3.1 Registration Services. 
According to the 2014/2015 annual report, the national target was set at 650 000 with 
a total of 618 092 work seekers registered on ESSA. The report indicates that 607 229 
(98%) of the total work seekers registered were registered provincially while 2% (10 
863) were registered on-line. This implies that the national target was not achieved. 
The Gauteng provincial target was set at 149 500. The actual number registered was 
109 275 divided amongst the 26 labour centres, with a variance of - 40 225. The target 
for the 3 labour centres were as follows: 
 The target for Pretoria labour centre was set at 6 325 and it achieved 3 619, 
with a variance of -2 706. 
 Mamelodi labour centre’s target was set at 5 060, but the actual number that 
registered was 805 with the variance of -4 255. 
 Atteridgeville labour centre’s target was set at 3 795 and it managed to register 
only 672 with the variance of -3 123. 
The annual report for 2015/16 indicates that the target was reduced from 650 000 from 
the previous financial year to 600 000. The actual registration for 2015/16 was 634 
503, which indicates that at a national level the target was achieved. 
The 2015/16 Gauteng provincial target was set at 126 000 with actual registrations 
numbering 105 908 divided amongst the 26 labour centres, with a variance of -20 092. 
 The target for the 3 labour centres in this study were as follows: 
 The target for Pretoria labour centre was set at 6 600 and the labour centre 
managed to achieve 11 081, an over-achievement of 4 481. 
 Mamelodi labour centre’s target was set at 5 040, the actual number that 
registered was 2 731 with the variance of -2 309. 
 Atteridgeville labour centre’s target was set at 3 795, and it managed to register 
only 1 340 with the variance of -2 455. 
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The statistics for the two financial years indicate that the Gauteng provincial office was 
unable to achieve the set targets for two consecutive years. This report has indicated 
that there are areas within PES Gauteng that needed to be improved in order to 
achieve the annual targets. 
The annual performance reports indicate that the main reason for the under-
performance of the Department of Labour PES at a national level was due to ICT 
challenges. Looking at provincial reports, the research reveals that there are various 
reasons for the under-performance of the three labour centres mentioned above with 
regard to the registration of work seekers. In instances where the ESSA system is off-
line, it has an impact on the registration of work seekers by creating a backlog. 
The SOP does not allow for the manual registration of work seekers, even though 
there is a 20 day turnaround time allocated for the capturing of all ESSA forms on the 
system. This 20 day turnaround is unachievable for the smaller labour centres that 
accumulate backlogs, not only because of system challenges but also because they 
do not have PES dedicated CSOs. 
The standard operating procedures indicate that the PES registration of work seekers 
is the first line of operation in assisting clients to register for UIF. The reason is that 
PES aims to re-integrate this group of clients into employment once they have 
registered on the system. The non-capturing of clients results in a backlog and as a 
result, suitable work seekers might not be matched with available opportunities.  
The study of PES in the Middle East and North Africa (MENA), by Angel-Urdinola, 
Kuddo and Semlali (2012), indicates that generally, PES in MENA countries is 
understaffed and constrained by fragmented networks of employment services. The 
statistics quoted in this study regarding Gauteng seem to reflect a similar situation. 
4.3.2 Employer Services 
These services specifically refer to the registration of job opportunities on the ESSA 
system, referral of work seekers to registered job opportunities and their subsequent 
placement.  
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The annual report 2014/15 indicated that for the 2013/14 financial year, a total of 15 
570 (82% of 19 000) work seekers were placed in registered employment 
opportunities. The target was increased for the 2014/15 financial year to 20 000.  
2 472 employers registered vacancies on ESSA in the 2013/14 financial year and the 
placement target was exceeded by 1 427. The target was set at 50 000 opportunities 
for the 2014/15 financial year. Of the set national target, 8 800 were allocated to 
Gauteng. The actual registered opportunities on the system numbered 11 673, which 
translates to an over achievement of the target by 2 873. The set placement target for 
Gauteng was 3 520 and the Province placed only 2 160 work seekers with a variance 
of -1 360.  
In the 2015/16 financial year, the planned target was increased to 25 000 from the 
previous target of 20 000 for placements of work seekers, irrespective of the under 
performance in the previous financial year. The target for the registration of vacancies 
was also increased from 50 000 to 62 000. Gauteng’s target for the registration of 
vacancies was set at 11 780, from the national target of 62 000. The placement target 
was set at 4 750 from the national target of 25 000. The Gauteng Province over-
achieved on the registration of vacancies by reaching 16 099, over the set target of 11 
780. 
The placement target of 4 570 was not achieved with the actual placement target 
recorded at 1 268, a variance of -3 482. The important fact to be noted from the above 
mentioned figures is that the registration of vacancies on the ESSA system does not 
translate to the placement of work seekers. The target for the registration of 
opportunities was set high and the placement target was set at a lower figure, even 
though the placement target was not reached at the national and provincial levels. The 
national target set for the registration of vacancies and the target for placements 
varies, which raised a concern that the Department is setting itself up for failure with 
regard to the placement of work seekers. 
Another factor that was indicated in the annual report is that there is a mismatch of 
skills between what the employers required and possessed by the work seekers, 
resulting in a lower number of placements. The statistics for the 3 labour centres 
indicated low placement levels, with a placement target of 110 per ESP per labour 
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centre. For the 2014/2015 financial period, the placement statistics in the provincial 
annual report was reported as follows: 
 Atteridgeville Labour Centre received and registered 213 opportunities and 
referred 118 work seekers to registered opportunities. For the 2014/15 financial 
year, only 59 work seekers were placed in registered opportunities. 
 Mamelodi Labour Centre received and registered 286 opportunities and 
referred 126 work seekers. The documentation reports 193 work seekers, 
which reflects a discrepancy from the indicated figure of 126 work seekers. 
 Pretoria Labour Centre received and registered 91 opportunities and referred 
442 work seekers to registered opportunities. Only 34 work seekers were 
placed in the 2014/15 financial year. The labour centre referred more work 
seekers for the registered opportunities, but they were still unable to reach the 
placement target for that financial year. 
This information reflects a challenge in record management and accuracy in reporting 
statistics by the provincial office. 
During the 2015/2016 financial period, the provincial statistics on placement was 
reported as follows: 
 Placement target for Atteridgeville was set at 60, the labour centre received and 
registered 110 opportunities and referred 150 work seekers. The labour centre 
managed to place only 22 work seekers. 
 Placement target for Mamelodi was set at 192, the labour centre receive and 
registered 930 opportunities and referred 277 work seekers. The labour centre 
managed to place 31 work seekers. 
 Placement target for Pretoria was set at 247 divided amongst the 2 ESPs. The 
labour centre received and registered 325 opportunities and referred 211 work 
seekers. The labour centre managed to place 37 work seekers. 
An important indicator of PES on the Department of Labour’s revised strategic plan for 
2015-2020 (2016), is that the employer services function is to facilitate the placement 
of work seekers with employers. The province is clearly receiving opportunities and 
work seekers are being referred to opportunities, but the placement indicator is very 
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low. The annual reports indicated that there is a skills mismatch between what 
employers are looking for in the candidates and what the ESSA system can produce 
in terms of registered work seekers. The ESSA database does not have registered 
candidates in some critical sectors of the economy. 
Another challenge that this research has revealed is that employers advertise the 
same opportunities on their websites, which might explain why the placement target 
is low. The competition is not only with ESSA candidates, but with other candidates 
who might not be registered on the ESSA system. The Department of Labour itself 
had at some point indicated that entry level posts will not be advertised, but must be 
recruited from the ESSA system. This is not happening as is evident from the posts 
reflected on the Department of Public Service and Administration website for 
departmental vacancies. 
The SOP requires employers to provide feedback to the Department when they have 
successfully placed any referred candidate. The challenge is getting this feedback 
from employers. ESPs make follow up calls with employers, but in some instances 
they fail to get feedback despite several reminders. According to the 2015/2016 annual 
report, one of the challenges in achieving placement goals is the insufficiency of staff, 
as there are unfilled ESP and CC vacancies. ICT is also mentioned as a challenge in 
achieving the placement targets. The unavailability of the system creates delays in 
registering and matching work seekers. This may result in employers withdrawing the 
opportunities from the Department. 
4.3.3 Career Services 
Career services are offered to work seekers to enhance their employability. The 
Employment Services Act N0 2 of 2014 indicates that this will be achieved through the 
provision of vocational and career counselling, assessment of work seekers to 
determine suitability and any other related life skills to secure employment or other 
forms of work. According to the 2014/2015 Department of Labour’s Annual Report, the 
Department achieved 41% (250 160 of the 607 229) of the work seeker target. 
During the 2013/2014 financial year, the number of work seekers provided with 
employment counselling was 41% of the set target. 250 160 of 607 229 unemployed 
work seekers were provided with employment counselling. By the end of the 
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2014/2015 financial year, the Department set the employment counselling target at 
220 000. Against this set target the Department managed to provide employment 
counselling to a total of 246 744 work seekers. Nationally, the Department over-
achieved on this target. 
The Gauteng Province was given a target of 43 548 against the national target of 220 
000. This figure was divided amongst the 26 labour centres in Gauteng. The province 
managed to provide employment counselling to 41 682 work seekers with a variance 
of -1 866. The labour centre targets were set at 2 803 per career counsellor.  
 Atteridgeville provided employment counselling to 1 249 work seekers. 
 Mamelodi provided employment counselling to 3 659 work seekers. 
 Pretoria provide employment counselling to 2 433 work seekers. 
The 2015/2016 annual target for this indicator was set at 250 000. Nationally the target 
was not achieved as only 208 861 work seekers were provided with employment 
counselling. Recommendations from the Auditor-General’s reports were that all clients 
provided with employment counselling should be registered on the ESSA system. 
During the 2014/2015 financial year, the annual report indicated that the over-
achievement might have been due to the work seekers not being required to be 
registered on the ESSA system as a pre-requisite.  
The 2015/2016 annual report cites ICT challenges as one of the reasons for under-
achievement on this target as it became a prerequisite for clients provided with 
employment counselling to be registered on ESSA. ICT challenges have been cited 
on several occasions as one of the major contributing factors for non-achievement of 
targets. It is important to note that Gauteng had still under-achieved on the 2014/2015 
target even though the registration of work seekers on the system was not set as a 
prerequisite. 
For the 2015/2016 financial year, the Gauteng Provincial target was set at 51 760, but 
the province provided employment counselling to only 39 444 with a variance of -12 
316. The number was divided amongst the 26 labour centres with targets of 2 803 per 
career counsellors. It is also important to note that not all labour centres in Gauteng 
have career counsellors. The number, which would have been evenly divided amongst 
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26 career counsellors, is then divided amongst 12 career counsellors. Some are 
required to service labour centres where there are no career counsellors. The following 
depicts the achievement of the target by the three labour centres that are the focus of 
the research. 
 Atteridgeville managed to provide employment counselling to 1 077 work 
seekers. 
 Mamelodi managed to provide employment counselling to 1 315 work seekers. 
 Pretoria was able to provide employment counselling to 2 071 work seekers. 
The 2015/2016 annual report notes insufficient staff as a major challenge that leads 
to under-achievement. Another challenge revealed by the research is the non-
attendance of sessions by work seekers.  Career counsellors invite a number of work 
seekers around their area of operation to attend employability enhancement 
workshops and only a few attend. Clients who claim UIF benefits are mostly 
uninterested in attending the sessions as they only want to access their UIF benefits.  
The 2015/2016 annual report states that UIF provides income support to unemployed 
contributors whilst they are awaiting integration into employment. This service under 
this particular indicator of employment counselling remains voluntary for work seekers 
to attend. The benefits of the service and its linkage to enhancing employability then 
becomes a challenge to assess for those work seekers on the database who are not 
provided with employment counselling. 
The SOP indicates that work seekers referred for registered employment opportunities 
should be referred to career counsellors for employment counselling, as one of the 
services under this indicator is to assist clients with interview skills. The Gauteng 
Provincial reports indicate that not all work seekers attend these sessions. One of the 
reasons stated is that work seekers would rather attend the actual interview with the 
employer than these sessions for financial reasons. This challenge has an impact on 
the employment counselling as the Department cannot evaluate the impact of the 
employment counselling sessions in assisting work seekers to secure employment. 
The purpose of the Employment Services Act No 4 of 2014, amongst other things, is 
to promote employment and improve access to the labour market for work seekers. 
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The Act outlines services to be offered by the Department in order to achieve the 
intended goal, which is employer and work seeker services. This research document 
focused on three labour centres in the Gauteng Province, these being: Atteridgeville, 
Mamelodi and Pretoria, in response to the aims and objectives of the study. 
From the above findings, it can be seen that the three labour centres in Gauteng have 
underperformed for three (3) consecutive years and are facing challenges in meeting 
the set targets. The departmental annual and performance reports indicated ICT 
challenges as one of the reasons the department failed to achieve the set targets. The 
research also revealed resource allocation as having an impact on the ability of labour 
centres  to reach the set targets.  
The employer services discuss the registration of job opportunities on the ESSA 
system, the referral of work seekers to registered opportunities and the subsequent 
placement of these work seekers. The findings indicate that the Department has 
registered a large number of opportunities from employers but it does not translate to 
placement. The placement target has consistently failed to be achieved as the 
statistics indicate a low number of placements.   
Career services offer assistance to work seekers in order to enhance their 
employability. It has been indicated that the target for employment counselling has not 
been reached as the service is voluntary and this is a barrier to reaching targets. A 
number of the work seekers invited to attend the career service do not take advantage 
of the offer for various reasons. Numerous work seekers on the system are 
unemployable. 
4.4 CONCLUSION 
The above discussion revealed that there are challenges for PES programmes in 
achieving their intended purpose of unemployment reduction in the Tshwane region. 
The figures outlined above were sourced from the PES services records of the DoL 
and the discussion thereof is an attempt to view PES programmes in line with the aims 
and objectives of this study.  
Chapter 5 presents a summary of the key findings with the objective of formulating 
recommendations to improve the service. 
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CHAPTER 5  
RECOMMENDATIONS AND CONCLUSION 
5.1 RECOMMENDATIONS AND CONCLUSION  
The purpose of the Employment Services Act, No 4 of 2014, is to promote employment 
and improve access to the labour market for registered work seekers. The Act clearly 
outlines the services the Department should offer in order to achieve this intended 
outcome. The research focused on 3 labour centres in the Gauteng Provincial Office 
of the Department of Labour, in response to the aims and objectives of the study. For 
three consecutive financial years the set targets have not been met in the three labour 
centres and the discussion below outlines the recommendations that emanated from 
the findings. 
It is recommended that all labour centres have dedicated ESSA staff to alleviate the 
backlog in the registration of work seekers. This is especially necessary in the smaller 
labour centres that could struggle to capture clients on the system. The annual reports 
indicated that only 2% of the registrations on the system were on line. The 
recommendation is that each labour centre has a kiosk to be used by computer literate 
clients to register themselves on the system. This will assist the labour centres where 
there is a staff shortage. 
The aim of PES is to, amongst other functions, re-integrate UIF beneficiaries into the 
labour market once registered on the system. This category of clients includes 
pensioners and foreign nationals. The challenge with this category of clients is that 
pensioners are unemployable, even though they contribute to the number of clients 
needing to be registered per labour centre. ESPs are also unable to place them as 
they are at retirement age and should not be part of the registration target. 
The ESSA system is only designed to register clients with South African identity 
documents, but the SOP clearly states that all UIF clients need to be registered on 
ESSA. This has an implication on the number of UIF clients assisted versus the 
number of clients registered on the system. The recommendation is that the 
registration target should not be based on the number of clients visiting the labour 
centre.  
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The overall challenge on under-performance stated in the annual performance reports 
relates to ICT challenges. The Department needs to review the system in order to 
address the system challenges as they have a negative impact on the achievement of 
PES objectives. These challenges refer to the non-capturing of clients and information 
getting lost when the server is down. The ICT challenge not only impacts negatively 
on the registration of work seekers, but also contributes to delays in registering 
opportunities and matching suitable candidates to available opportunities. 
Employer services refers to the placement of work seekers and the ICT challenge has 
an impact on the enabling of ESPs to match suitable candidates to available 
opportunities. This challenge relates to the fact that the system might not be available 
for ESPs to register opportunities or that they are unable to source suitable candidates 
as they are not registered on the system timeously. In cases of skills being 
mismatched, the recommendation is that client information should only be captured 
once all the relevant information has been made available. The focus should be on 
quality rather than quantity.  
Another recommendation is that the system should be designed in such a way that the 
capturing of qualifications, skills and employment history should be in line with the 
organising framework for occupations (OFO). The OFO is a skills-based classification 
system that encompasses all occupations in the South African context. This 
classification of occupations is based on a combination of skills levels and skills 
specialisation, which makes it easy to locate a specific occupation within the 
framework. This will assist the ESPs to locate the most suitable candidate based on 
the job specification submitted by the employer. 
Recommendations from the Auditor-General are that all clients provided with 
employment counselling should be registered on the ESSA system. The challenge 
with this recommendation is that there are labour centres that do not have dedicated 
PES officials, as reflected in the staff complement in the three labour centres under 
study. The ICT challenge also links to this as the labour centres have a challenge with 
capturing the backlog when the system is down and especially when there is no official 
dedicated to the registration of work seekers. 
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Dedicated ESSA staff will always be able to register and invite work seekers for career 
and job-related interventions, as their focus is only on PES. This could also assist the 
career counsellors in reaching targets as clients will be invited for employability 
enhancement programmes as and when they are being registered. Due to the fact that 
all UIF clients are to be registered on the ESSA system, the department needs to find 
a way of integrating the career counsellors’ functions into the process of client 
applications for UIF benefits. This integration can be achieved as clients enter the 
centre as first time applicants.  
A career counsellor should provide an information session for UIF clients on all 
available services. This will help the career counsellor to profile the clients in deciding 
on an appropriate intervention as per their needs. UIF clients have been reported 
being disinterested in the PES programme as they are only interested in accessing 
their UIF benefits. If career counsellor are able to profile and invite UIF clients based 
on their needs, it might assist in boosting the numbers of UIF clients who attend the 
sessions. 
The career counsellor will group them according to their skills, qualifications and 
experience, which will also assist employer services with providing a speedy 
intervention to employers when opportunities arise. The information sessions will also 
assist in giving UIF clients information as to why the completion of the ESSA form is 
important and as such they will then complete the form giving full and relevant 
information. Due to the fact that it is difficult to measure the impact of employment 
counselling, the DoL should devise a strategy to track clients who have been assisted 
with this service. 
At a national level the Department should also commit to, and engage in, a vigorous 
marketing campaign to make the service known to the South African public through 
television and radio advertisements. Advocacy campaigns arranged by the DoL are 
currently being run between employers and work seekers , but a more intense form of 
advertising should be adopted to encourage employers to register opportunities and 
recruit via ESSA. 
Another recommendation is that the PES should be used as a public employment 
agency where government departments themselves use it to recruit staff and this 
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should be agreed upon at cabinet level. The ESSA system and PES could be used by 
the SETAs for sourcing candidates for learnership programmes.  
The PES has more potential than private employment agencies to assist in alleviating 
unemployment. The DoL needs to focus on the system and on devising strategies to 
repair the ICT system as a top priority as most of the challenges noted at PES stem 
from the poor performance of the system. 
5.2 SUMMARY OF CHAPTERS 
Chapter 1 
This chapter provided a brief background of the bigger problem area pertaining to the 
study, namely the challenge of unemployment. The role of PES programmes in the 
DoL in attempting to alleviate unemployment was also discussed. The DoL’s mandate 
is driven by the overall government service delivery outcomes that strive to improve 
the quality and accessibility of labour market services to contribute to decent 
employment through inclusive growth. The primary focus of the study was to address 
this outcome as it pertains to decent employment. 
Chapter 2 
This chapter explored the literature that relates to the challenge of unemployment in 
South Africa and focussed on the role of PES programmes in the DoL. It briefly 
expounded on the legislative framework that was introduced by the government to 
address the unemployment challenge with particular emphasis on the Employment 
Services Act, No 4 of 2014 and the programmes that fall under this legislation that 
address the unemployment challenge in the country. 
Chapter 3 
The objective of this chapter was to outline and explain the research methodology that 
was applied in the study. The chapter focused on the descriptive research 
methodology of the study. It explained that the data were collected through the 
analysis of secondary data relating to the PES programmes employed by the DoL.  
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The research approach was of a problem solving nature as it was designed to examine 
the problem in such a way that it allows the formulation of  recommendations to assist 
PES programmes in alleviating the challenge the study wished to address. 
Chapter 4 
Chapter four revealed that there are challenges for PES programmes in achieving their 
intended purpose of assisting in alleviating unemployment in the Tshwane region. The 
figures that were sourced from the PES services records of the DoL and the discussion 
thereof was an attempt to examine PES programmes in line with the aims and 
objectives of this study.  
Chapter 5 
Chapter five provided recommendations on how to overcome the challenges 
experienced by the PES in the DoL. 
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